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PREAMBLE

The purpose of this Agreement is to promote good relations between the University, the
Union, and the employees in the bargaining unit represented by the Union, and to make clear the
basic provisions upon which such relations depend. It is the intent of the University and the Union
to come together to provide and maintain mutually satisfactory terms and conditions of
employment, and to prevent as well as adjust misunderstandings or grievances relating to
employment.

Both parties recognize that the success of the University is dependent upon mutual
cooperation. This requires that management, employees and the Union work together to enhance
the quality of educational services provided by the University.

The University and the Union agree to schedule regular quarterly meetings (or as needed).
Management will be represented by the Director of Labor Relations or the designee. The Union
will be represented by the Union designated representative. By mutual agreement of the parties,
these meetings may also include other members of Human Resources, other management, and the

officers, stewards and grievance committee members of the Union.



ARTICLE 1 - Recognition

The Trustees of Boston University recognize Local 2324, United Automobile, Aerospace,
and Agricultural Implement Workers of America, as the exclusive collective bargaining
representative of all full-time and regular part-time clerical, technical and service employees (who
work twenty-six-and-one-quarter [26-1/4] hours or more per week and are not covered by other
union contracts) employed at the Charles River Campus, but excluding guards, watchmen,
supervisors, and professional employees as defined in the Act, and confidential, temporary,
seasonal, and casual employees.

This Agreement does not cover or apply to students attending the University, and nothing
in this Agreement shall in any way restrict the University from continuing its practice of assigning
work to students whom the University may employ so that they may earn part of their expenses

while studying at the University.

ARTICLE 2 - Union Security

Employees covered by this Agreement who are members of the Union on the date of its
ratification by the Trustees of Boston University shall, as a condition of continued employment,
either maintain their membership in the Union or pay to the Union a service fee in an amount equal
to the regular, uniformly required membership dues of the Union (not including fees, fines,
assessments, or any other charges). Employees who are not union members can object to the use
of their payments for certain purposes and are required to pay only their share of union costs
relating to collective bargaining, contract administration, and grievance adjustment.

Employees covered by this Agreement who are or were hired on or after the first of July,
1984, and who do not elect, or did not elect, within the forty-fifth day after the date of their
employment to become members of the Union, shall, as a condition of continued employment, be
required to pay to the Union the service fee defined above, beginning on and after the forty-fifth
day after the effective date of this Agreement or after the forty-fifth day of their employment,
whichever is later.

Employees covered by this Agreement who were not members of the Union prior to July
1, 1984, are not obligated to become members of the Union and are not required to pay the service

fee defined above.



ARTICLE 3 - Dues and Service Fee Checkoff

The University agrees to deduct the initiation fee and weekly dues, the regular Union
membership dues or service fee from the wages earned by any employee covered by this
Agreement and to remit such dues and service fee, monthly, to the Union. With each remittance,
the employer will provide the Union with a list of the names of employees and the dates and

amounts of deductions made for each employee.

A. During the life of this Agreement, the University agrees to deduct from the pay of each
employee voluntary contributions to UAW V-CAP, provided that each such employee
executes or has executed the following “Authorization for Assignment and Check off of
Contributions to UAW V-CAP” form; provided further, however, that the University will
continue to deduct the voluntary contributions to UAW V-CAP from the pay of each
employee for whom it has on file an unrevoked “Authorization for Assignment and Check

off of Contributions to UAW V-CAP” form.

B. Deductions shall be made only in accordance with the provisions of and in the amounts
designated in said “Authorization for Assignment and Check-off of contributions to UAW

V-CAP” form, together with the provisions of this section of the Agreement.

C. A properly executed copy of the “Authorization for Assignment and Check off of
Contributions to UAW V-CAP” form for each employee for whom voluntary contributions
to UAW V-CAP are to be deducted hereunder, shall be delivered to the University before
any such deductions are made, except as to employees whose authorizations have
heretofore been delivered. Deductions shall be made thereafter, only under the applicable
“Authorization for Assignment and Check off of Contributions to UAW V-CAP” forms

which have been properly executed and are in effect.

D. Deductions shall be made, pursuant to the forms received by the University, from the
employees’ first Union dues period in the first month following receipt of the check off
authorization card and shall continue until the check off authorization is revoked in writing.

The University agrees to remit said deductions promptly to UAW V-CAP, in care of: JP



Morgan Chase, Dept. # 78232, Article 23 Voluntary Exchange, P.O. Box 7800, Detroit,
MI 48278-0232.

. The University further agrees to furnish UAW V-CAP with the name, address, Social
Security number, and date of last authorization of those employees for whom deductions
have been made. The University further agrees to furnish UAW V-CAP with a monthly
and year-to-date report of each such employee’s deductions. This information shall be
furnished along with each remittance electronically in a format conveniently available to

the University’s accounting system.

ARTICLE 4 - Notification

. The University will notify the Union in advance, to the extent possible, of notifying its
members of matters related to bargaining unit members’ terms and conditions of
employment, including but not limited to, changes in schedules, parking, training

requirements, benefits and other matters related to bargaining employees.

. The University will furnish the Union, on a monthly basis (to the extent known), the
following information on employees covered by this Agreement, and such reports, to the
extent possible, will be provided in a searchable format (e.g. Excel) and will be furnished
within fifteen (15) days after the end of each month:

(I) A listing showing name, address, phone number, work email, job title, job level, base
hourly rate, normal weekly hours, department, campus address, date of hire, and EEO code.
(2) Where employees have either been transferred or promoted into or within the
bargaining unit since the previous report, the effective date will be given in the monthly
report. Where employees are transferred from the bargaining unit, or terminated from
University employment since the previous report, name, type of transaction, and effective
date will be given in the monthly report.

(3) A listing of all jobs which are no longer included in the bargaining unit due to
becoming administrative, professional, or executive positions under the Fair Labor

Standards Act.



(4) A listing of all promotion and transfer letters for positions covered by the collective
bargaining agreement.

The University will inform the Union of all programs offered to members of the bargaining
unit by the Office of Family Resources.

(5) A listing of all BU members assigned to Temporary Work, to the extent known,
including, but not limited to job title assigned, job level of assignment, duration of

assignment, rate of pay assigned for assignment.

ARTICLE 5 - Union Rights

Section 1. The University agrees to recognize one (1) Union steward and one (1) alternate
steward for every forty (40) employees in the bargaining unit, each of whom shall be duly
designated by the Union and act as its agent. Stewards shall be entitled to spend up to five (5)
hours per month with pay for union business.

Up to six (6) elected officers of the Union shall be entitled to spend up to seven (7) hours
per month with pay to carry out the terms of this Agreement. Up to four (4) Grievance Committee
members and the Vice President shall be entitled to spend up to eight (8) hours per month with
pay for union business. Unused hours in any given month may not be carried forward.

The Union will furnish to the University’s Department Head of Human Resources,
monthly, a listing showing the name, Union title, and effective date of Union title of all Union
stewards, elected officers, and Grievance Committee members who are currently eligible to be
paid for time spent in carrying out the terms of this Agreement. Only those employees whose
names, Union titles, and effective date of Union titles have been furnished to the Department Head
of Human Resources as required herein are eligible for payments for absences from work
attributable to carrying out the terms of this Agreement.

Employees requesting payments for absences from work attributable to carrying out Union
business shall report all such time on their weekly time records and to their immediate supervisors.

Section 2. The elected officers, stewards and the local Organizer of the Union shall be
entitled to contact employees at work on matters regarding the administration of this Agreement,
providing supervision is notified in advance and there is no interference with University business.

Elected Union representatives must notify supervision in advance of their absences from work to



attend grievance meetings, arbitrations, and Union meetings. Under normal conditions, this notice
must be provided to supervision at least one business day in advance of the expected absence.

Section 3. Except for leave requested by a member who is elected President, Vice President
or Financial Secretary/Treasurer, in which case the leave of absence will be governed under Article
37H, Article 37A (Personal Leave), will apply to a leave of absence without pay to perform Union
business. During such leave, seniority will accrue to the same extent as during a Personal Leave
under Article 37A, Personal Leave.

Section 4. Article 37H (Union Leave of Absence) will apply to a leave of absence without
pay to two (2) Union member(s) who are elected President, Vice President or Financial
Secretary/Treasurer.

Section 5. Members of the bargaining unit shall be permitted to wear Union badges, pins
and stickers.

Section 6. Authorized representatives of the Union shall have access to appropriate
University premises during regular working hours for the transaction of Union business and to
ascertain if the provisions of this Agreement are being complied with, provided such access does
not interfere with University business and prior notification is given to the Department Head of
Human Resources.

Section 7. The University will permit the Union to post notices of its meetings and other
Union activities on the ten (10) bulletin boards whose locations have been selected by the Union
and approved by the University. The University agrees to provide enclosed bulletin boards.

Section 8. University meeting facilities may be used for Union activities only on the same
basis as they are currently used and is subject to the same regulations which apply to other non-

University, non-sponsored groups who wish to use University facilities.

ARTICLE 6 - Management Rights

Except to the extent expressly abridged by a specific provision of this Agreement, the
Administration reserves and retains, solely and exclusively, all of its rights to manage the

University and its activities and operations.



ARTICLE 7 - No Discrimination

There shall be no discrimination by either the University or the Union in connection with
the employment or union membership of any person on account of union activity or affiliation (or
lack thereof) race, color, religious creed, sex, national or ethnic origin, genetic information,
ancestry, marital status, parental status, veteran status, disability, gender identity, sexual
orientation or age. Nothing contained herein shall prevent the employer from complying with the

requirements of the Americans with Disabilities Act.

ARTICLE 8 - No Strike/No Lockout

It is recognized that the need for continued and uninterrupted operation of the University

is of paramount importance and that there should be no interference with such operation.

A. During the term of this Agreement, the University will not lockout any employee
covered by this Agreement.

B. During the term of this Agreement, there shall be no strikes, work stoppages, slowdowns,
picketing or any other interference with the operation of the University.

C. During the term of this Agreement, there shall be no sympathy strikes, such as a refusal to
cross a lawful or unlawful picket line established on or near the University’s property by
another union. In the event that the University believes that the Union or any of the
employees covered hereunder is in violation of the provisions of this Paragraph C, then
the University, the Union, and the employees shall follow, and abide by, the following
procedures:

(1) An expedited arbitration procedure may be invoked by the University and shall be
commenced upon oral notice, confirmed in writing, to the other party and to the
person thereafter designated as arbitrator in the manner provided below. The
arbitrator shall hold a hearing as expeditiously as possible, but in no event later than
twenty-four (24) hours after receipt of said notice. If the Union has promptly
disavowed the activity complained of and is using its best efforts to bring that activity
to a halt, the hearing will not be held until the end of this twenty-four (24) hour period.

The arbitrator’s decision shall issue within three (3) hours after the conclusion of the



hearing unless the University agrees to waive this time limitation.

(2) The arbitrator appointed by the parties for purposes of this expedited arbitration
procedure is Lawrence Holden. These arbitration proceedings under this provision
shall be held on the University’s premises or at such other place as may be designated
by the arbitrator. In the event this arbitrator informs the parties that they are
unavailable, the Federal Mediation and Conciliation Service may be requested by
either party to designate an arbitrator, which designation must be made within four
(4) hours of the request. All fees and expenses of the arbitrator shall be borne by the
losing party, who shall be designated as such by the arbitrator. All other costs of the
expedited arbitration shall be borne by the party incurring them.

(3) The arbitrator shall have the authority to direct the Union and/or the employees to
cease and desist from violating this Article and to order such other steps to be taken
as necessary to bring about compliance with their decision and the requirements of
this Article.

(4) Should the Union and/or the employees fail to abide immediately with the decision
of the arbitrator, the Union and the employees hereby consent to the entry of a
temporary restraining order, preliminary injunction, and/or permanent injunction
enjoining and restraining the conduct found violative of this Article immediately
upon knowledge of the filing of court papers requesting such relief and without regard
to formal service thereof.

The University may discharge or otherwise issue corrective action to employees who violate
the provisions of Paragraphs B or C of this Article. An issue of fact as to whether an employee
engaged in, participated in or encouraged any of the conduct prohibited in Paragraphs B or
C of this Article may be submitted through the grievance and arbitration procedure
established by Article 14 of this Agreement, but if an employee has engaged in, participated
in or encouraged any such conduct, the University’s decision as to the appropriate corrective
action shall be final and binding on the Union and the employee. In addition, the Union shall

be liable for damages for any violation of this Article.



ARTICLE 9 - Position Descriptions

Every position within the bargaining unit shall have a position description. A position
description shall be a clear, concise and accurate summary of duties, responsibilities, and
requirements of the position and shall include any special conditions of employment. Though it is
understood that a position description may not be all-inclusive of an employee’s position duties,
such unspecified duties will be limited to the employee’s basic occupational category.

A complete set of position descriptions for bargaining unit positions shall be on file in
Human Resources and shall be available for examination and copying by the Union.

As of January 2016, all new employees will be able to access their position descriptions on

line through the use of the University’s new onboarding system.

ARTICLE 10 - Temporary Assienment

As the need arises, employees may be temporarily assigned to perform duties or to work
in areas other than those for which they are currently assigned. Temporary assignments will
ordinarily extend no longer than three (3) months.

An employee temporarily assuming substantial duties of a higher-rated job for four (4)
days or longer shall have their pay increased to the minimum of the new level or an increase of
eight and one-half (8.5) percent, whichever is greater, retroactive to the first (Ist) day of such
assignment. An employee temporarily transferred to a lower-rated job shall maintain their regular
rate of pay.

All temporary assignments under this Article must be authorized in writing by the
Department Head and must specify the job title and level to which the employee has been
temporarily assigned, pay rate increase, if any, and the expected duration of the assignment. The

University shall notify the Union when an employee is placed on temporary assignment.

ARTICLE 11 - Seniority

Seniority is defined as the length of time a bargaining unit employee has been employed

on a regular and continuous basis in those positions now covered by this Agreement.



All new employees shall be considered probationary employees until they have been in the
employ of the University for a period of ninety (90) days from the date of their employment.
During their probationary period, employees shall have no seniority rights and may be terminated
or transferred at the sole election of the University and without recourse to the grievance and
arbitration provisions of this Agreement. Upon mutual agreement between the University and the
Union, an employee’s probationary period may be extended to a period not to exceed one-hundred
and eighty (180) days.

If the probationary employee has been approved by their department head to seek a transfer,
that employee’s probationary period will be extended by thirty (30) days. If such an employee
obtains a transfer, they will begin a new ninety (90) day probationary period in that new position.
A probationary employee may transfer only once.

Upon successful completion of the probationary period, seniority and all rights under the
contract will accrue retroactively to the employee’s initial date of hire, except where this
Agreement specifically provides that a right commences on successful completion of the

probationary period.

Loss of Seniority

Seniority will be lost when an employee:

(a) Terminates voluntarily;

(b) Is discharged for just cause;

(c) Is permanently laid off for twelve (12) months; or

(d) Fails to return to work within two (2) weeks after receiving notification to return to
work from layoff.

(e) Incarceration for a period of not less than thirty (30) calendar days, regardless of
whether it is pre-trial detention or post-conviction imprisonment.

(f) Overstays or extends an approved leave of absence without authorization (including
statutory leaves of absence); except for good and just cause.

(g) Is absent for four (4) consecutive days without notifying the University; except for

good and just cause.

Temporary Emplovees:

10



Temporary employees who are hired into regular full- and/or part-time positions covered
by this Agreement will have the time employed as a temporary employee counted towards the
completion of the probationary period in accordance with the following criteria:

1. The duties performed as a temporary employee must be the same or similar to the duties

and responsibilities for the regular position into which they are hired as outlined in the
Position Description Questionnaire.
2. The supervisory reporting structure of the position must be identical to the time spent

as a temporary employee.

ARTICLE 12 - Filling of Vacancies

It is the University’s intent to encourage and assist employees in advancing their careers.
The University commits itself to active affirmative action recruitment and promotion with regard
to bargaining unit positions in accordance with the legal requirements of affirmative action. The
Union is entitled to consult with the Director of Talent Acquisition regarding recruitment
procedures and policies.
Vacancies within the bargaining unit shall be filled according to the following criteria,
except where these criteria interfere with the legal requirements of affirmative action.
1. The University shall give first consideration for vacancies to present employees within
the bargaining unit to the extent practicable before hiring new employees.
2. Seniority shall be a major factor in all decisions concerning filling of vacancies. Other
factors shall include skill, ability and experience.
Where two or more qualified candidates are relatively equal with respect to their qualifications,

seniority shall determine the selection.

A. Job Posting

A brief description of all bargaining unit job openings will be listed on the Human

Resources website (http://www.bu.edu/hr/careers). Employees may request a hard copy through

Human Resources. During the position’s first week of posting, only internal candidates who have
applied through Human Resources may be interviewed by the hiring department. However, a

waiver of posting may be granted, at the discretion of the Manager of Employment and Training

11
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for open job postings, which are likely to have no qualified internal candidates. The University
will promptly notify the Union of such waivers. Departments will make printed copies of the
postings available in the departments where employees do not have access to the internet.
Descriptions of job openings shall include the following information: 1) date the job is available;
2) department; 3) position title; 4) job classification; 5) starting rate range; 6) basic function and
responsibility; 7) accurate qualifications, including any educational requirements and applicable
equivalent experience; and 8) number of hours in the work week.

The University will make every effort to fill posted vacant positions within a reasonable
amount of time. If a vacancy is not filled in thirty (30) days, the Union, upon its request, shall be

informed as to the reasons.

B. Promotion and Transfer Procedure

l.  An employee in the bargaining unit who has worked in their current position for at
least six (6) months is entitled to apply to Human Resources for any posted vacancy. An applicant
is not required to inform their supervisor of such application until the applicant has been deemed
qualified to fill the vacancy. An employee in the bargaining unit who has worked in their current
position for less than six (6) months is entitled to apply to Human Resources for any vacancy upon
approval by their department head. An employee will be eligible to apply for a transfer or
promotion if they received a score of “meets standards” or higher on their most recent performance
appraisal; however an employee who receives “below standards” in more than one category will
not be eligible for a transfer or promotion. An employee who does not have a current evaluation
must be approved by their supervisor. No employee shall apply directly for any posted vacancy.
Employees must apply only through Human Resources.

2.  Human Resources will notify a bargaining unit applicant in writing within five (5)
working days from the date of application if they are not qualified to fill the vacancy. Such notice
will also include reasons why the applicant is not considered qualified.

3. After the vacancy has been filled, Human Resources shall directly notify, as
expeditiously as possible, all qualified applicants not selected that the vacancy has been filled.

4. Ifwithin six (6) months, an employee who has transferred or been promoted to another
job finds the position unsatisfactory or is unable to meet the basic requirements, the University

will assist the employee in identifying available positions for which they may be qualified.

12



ARTICLE 13 - Bargaining Unit Work and Non-Bargaining Unit Work

The Union recognizes the right of the University to assign to employees outside the
bargaining unit (as defined in Article 1, Recognition) the same kinds of work in carrying out their
responsibilities as that normally performed by bargaining unit employees. The University
recognizes that it has an obligation to refrain from exercising this right arbitrarily, capriciously, or
in bad faith. It is not the University’s intention to erode the bargaining unit.

Upon request of the Union, the University will meet and discuss the impact of such

assignments on the bargaining unit.

ARTICLE 14 - Grievance and Arbitration

The purpose of this Article is to establish a procedure for the settlement of grievances. The
representatives of both the Union and the University shall be responsible for making prompt and
earnest efforts to adjust grievances or misunderstandings between employees and the University,
or the Union and the University.

Except as otherwise specifically stated elsewhere in this Agreement, the term grievance
means any dispute between a bargaining unit employee and the University, or the Union and the
University, that involves an alleged violation of or the application or interpretation of the

provisions of this Agreement.

Step 1. Prior to the filing of a written grievance, the Grievant and/or the Union Steward
will present the grievance to the immediate supervisor of the Grievant as quickly
as possible after the occurrence of the alleged violation and will attempt to resolve
the grievance without formal proceedings. The Union and the University jointly
acknowledge the right of any employee involved to present grievances to and adjust
them with the appropriate representatives of the University without the intervention
of the Union, as long as the adjustment is not inconsistent with the terms of this
Agreement, provided that the Union has been given the opportunity to be present

at such adjustment. The Union and the University further recognize that most
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Step 2.

disputes will be resolved between the employee and the employee’s immediate
supervisor with or without the Union steward, and the parties will encourage such
informal settlements.

Grievances which are not settled with the immediate supervisor and which the

Union elects to submit formally will be processed as follows:

The Union must reduce the grievance to writing and submit it to the Department
Head not later than twenty (20) working days after the occurrence of the alleged
violation. The written grievance shall specify the provision or provisions of the
Agreement claimed to be violated and the remedy requested. The grievance will be
discussed at a conference involving the Union Steward or a Grievance Committee
Member, the Grievant, the Department Head or their designee, and an Employee
Relations Representative or other designee of the Department Head of Human
Resources. Such conference will be held within five (5) working days after the
grievance was submitted. The Department Head or their designee will respond to
the grievance in writing within five (5) working days of the conference.

Requests to extend the deadline for filing Step 2 grievances must be approved by
the Department Head or their designee.

If the grievance is not resolved at Step 2 and the Department Head’s
response is to be appealed, the Union must process the grievance to Step 3 by
submitting, within five (5) working days of the receipt of the Department Head’s
response, a written request to the Department Head of Human Resources for a Step

3 conference.

The Grievant, Union Steward or Grievance Committee Member, and Union
designated representative or their designee shall meet with the Department Head or
their designee, Employee Relations Representative or other designee of the
Department Head of Human Resources, and the Department Head of Human
Resources or their designee within ten (10) working days of the receipt of the Step
3 grievance, to discuss the written grievance. Within seven (7) working days of the

meeting, the Department Head of Human Resources or their designee will respond
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in writing to the Union designated representative or their designee, with a copy to
the Grievant.

Requests to extend the deadline for filing Step 3 grievances must be
approved by the Head of Human Resources or their designee. Union and
Management representatives, other than those indicated above, may attend Step 1,
Step 2, or Step 3 conferences only by mutual agreement of the responsible Union

and Management representatives at each step.

The Grievant shall be paid at their regular rate of pay for time spent actually participating
in grievance proceedings held during their regularly scheduled work period. Time actually spent by
the Union Steward or Grievance Committee Member in grievance proceedings will be charged
against the paid time allotted in Article 5, Section L.

The Union may pursue a grievance not resolved under Step 3 above to arbitration if within
twenty (20) working days of the Step 3 response the grievance is submitted to the American
Arbitration Association for processing under its Labor Arbitration Rules with a copy of the
submission to the University.

Upon mutual agreement of the University and the Union, the time limits specified in this
Article may be extended. Requests to extend the deadline for filing, scheduling or responding to
Step Two grievances may be granted upon mutual agreement by both parties. Failure by the
University to meet contractual deadlines regarding the processing of a grievance without an agreed
upon extension by both parties may result in the grievance being moved to Step Three of the
grievance process.

The arbitrator shall not be empowered to add to, subtract from, or modify in any way the
terms of this Agreement. Unrelated grievance issues shall not be submitted to the same arbitrator
at the same time. The decision of the arbitrator shall be final and binding on all parties. The costs
of the arbitration shall be borne equally by both parties.

The University and the Union agree that no proposal or counterproposal which was made
during the negotiations for, but is not contained in, this Agreement and no discussions relating to
any such proposal or counterproposal will be disclosed or referred to by either party or any of its
representatives in any arbitration proceeding hereunder.

Time needed to prepare for arbitration and time spent at the arbitration itself are not
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compensable.

By mutual agreement between the University and the Union, in the case of discharge or
Union grievance, the Union may initiate the grievance at Step 3 if, not later than twenty (20)
working days after the occurrence of the alleged violation, it submits a written grievance, which
specifies the provision or the provisions of the Agreement claimed to be violated and the remedy
requested, to the Department Head of Human Resources. If a discharge case is not resolved at Step
3 above, by mutual agreement of the Union and Management, the case may be processed as an

expedited arbitration.

ARTICLE 15 - Corrective Action and Discharge

The University may issue corrective action or discharge an employee for just and good
cause. Corrective action shall be limited to warnings or suspensions. The reasons for the warning
or suspension shall be stated explicitly.

Prior to conducting an investigatory meeting the University will inform the employee that
they may, upon request, have a union representative present.

Within three (3) working days after the discharge or suspension of an employee covered
by this Agreement (except probationary employees), the University will notify the Union of the

discharge or suspension.

ARTICLE 16 - Sexual Harassment

Boston University is committed to fostering an environment that is free from all forms of
sexual misconduct, including sexual assault and sexual harassment. In support of that commitment,
BU takes steps to increase awareness of such misconduct, eliminate its occurrence on campus,
provide support for survivors, diligently investigate all reports of sexual misconduct, and deal
fairly and firmly with offenders. Creating a safe campus environment and a culture of respect is
the shared responsibility of all members of the BU community, individually and collectively.

Sexual misconduct is intended to refer to a broad range of conduct focused on sex and/or

gender that may or may not be sexual in nature. Sexual harassment, sexual assault, sexual
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exploitation, stalking, and relationship violence are all forms of sexual misconduct prohibited by
law and Boston University’s Sexual Misconduct/Title IX Policy.

If a Boston University faculty or staff member, or other person doing business with BU is
accused of sexual misconduct, the investigation and disciplinary/corrective action processes

described in Boston University’s Procedures for the Resolution of Sexual Misconduct Complaints

against Faculty, Staff, Affiliates, and Non-Affiliates (“Faculty and Staff Procedures”) apply.

Additional information about sexual misconduct can be found at the following link:

http://www.bu.edu/safety/sexual-misconduct/title-ix-bu-policies/sexual-misconducttitle-ix-

policy/#prohibitedconduct.

In addition, the Union may pursue a grievance on behalf of an impacted bargaining unit
employee under this provision, which will be processed in an expedited manner. An impacted
employee shall be entitled to transfer to an equivalent position at the same salary and grade if a

vacancy exists for which they are qualified.

ARTICLE 17 - Consultation on Working Conditions

The University is committed to the principle of consultation with employees prior to
making changes which affect their working conditions.

Section I. Where new or additional equipment affecting employees is required, the
University agrees that it will consult the affected employees as early as possible prior to its
purchase or rental.

Section 2. Where the University plans major renovation and/or reorganization of the
physical plant, any employees whose work areas are affected will be consulted as early as possible
prior to implementation.

Section 3. Where a permanent change is considered in the location of work areas or in
working procedures, the University agrees that the affected employees will be consulted as early
as possible prior to implementation of those changes.

Section 4. Where the University plans a significant reduction in force, it agrees to meet
and consult with the Union as soon as practical prior to implementation.

Section 5. Where employees’ jobs are affected by a reduction in force, the University will

meet with the affected employees as soon as practical after the layoff.
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Consultation refers to the asking of advice or opinion of affected employees.
The provisions of this Article will not be subject to the grievance and arbitration provisions

of this Agreement.

ARTICLE 18 - Partnership Goals and Joint L.abor Management Committee

Section 1. Health and Safety

The University shall provide and maintain safe working conditions, with regard to
employees’ health and welfare.

If, in a crisis situation, the temperature in any work area impairs an employee’s ability to
do their job, the employee will be reassigned to another work area. If the employee is not
reassigned, the Department Head, with the concurrence of the Department Head of Human
Resources or their designee, may allow the employee to leave with pay until the situation is
corrected.

Where necessary to protect an employee’s safety on the job, the University shall provide
an employee with protective clothing while performing normal work duties.

The University agrees to maintain in good condition staff lounges and to take into

consideration the need for staff lounges in the construction, acquisition, or renovation of buildings.

Section 2.  Partnership Goals

The University and the Union agree that a positive work environment requires open
communication between the employer and its employees. The parties further agree that the most
effective means of accomplishing this goal is through labor-management cooperation, employee
involvement and participation in improving the quality of their jobs, as is building trust and
improving communication between management and the employees. Toward those goals and

objectives, the parties have agreed to create a Joint Labor Management Committee (JLMC).

Section 3. Joint Labor Management Committee
The University and the Union agree there shall be a Joint Labor Management Committee
consisting of no more than five (5) individuals from each party. The names of the committee

members shall be submitted by each party to the other, in writing. Meetings will be held at
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mutually agreeable times and places so as to apprise the other of problems, concerns and
suggestions related to the operation, working conditions, safety concerns, diversity issues and
initiatives, transportation and other sustainability measures and the labor agreement, all with the
aim of promoting better understanding between the parties. Meetings will be held no less often
than quarterly. A written agenda shall be established.

Employees assigned to the JLMC shall be paid their regular hourly rate for the time spent
as a committee member on the JLMC. Such meetings shall not be construed as opening the
Agreement for negotiations nor shall such meeting be considered as a step in the grievance
procedure. No rights either party has under the Grievance and Arbitration procedure or any other
Article of the Agreement shall be waived by utilizing the JLMC including the exercise of

management’s rights by the University not to conflict with the Agreement.

ARTICLE 19 - Dress Code

Employees’ attire shall be appropriate for the nature of their job and area in which they work.

ARTICLE 20 - Personnel Records and the Employee’s Right to Privacy

In maintaining personnel files, the University will give highest priority to accuracy,
fairness, confidentiality and a minimum of intrusiveness. For the duration of this Agreement, the
University will maintain and enforce the following information practices with respect to non-
University inquiries on current employees:

The University will verify:

(a) Current Salary

(b) Position Title

(c) Date of Employment

The above information will be disclosed only upon the written authorization of an
employee or under court order or subpoena.

It is understood that the only official file recognized by the University shall be kept in
Human Resources.

An employee shall have the right to examine by appointment, and obtain a single copy of
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any materials in their personnel file kept in Human Resources, except confidential communications
to members of management. A terminated employee shall have the same right provided they
exercise it within two (2) weeks after termination.

An employee will have the right to comment on any materials in their personnel file which
they believe to be inaccurate or incomplete, and such comment shall become a permanent part of
that file for as long as the file is maintained. It is understood that the presence of such comments
in the file does not necessarily imply agreement on the part of the University.

Should the employee win a corrective action grievance entirely, the record of that
grievance, as well as any record of the alleged violation, will be expunged. However, failure to
expunge shall not be grounds for a grievance.

Upon request of the employee, corrective action letters shall be removed from an
employee’s personnel file provided there are no other letters of corrective action in the employee’s

personnel file within three (3) years following the date of the initial corrective action letter.

ARTICLE 21 - Wages

A. General Increases

All employees who are actively employed on the effective date of the increase shall receive

an increase to their individual hourly base rates of pay as follows™:

Effective Date Percent Increase
July 5, 2021 2.75%
July 4, 2022 2.75%
July 3, 2023 2.75%
July 1, 2024 2.75%

However, employees who have completed three (3) to five (5) years of service as of the
effective date of the increase will receive the negotiated increases (general and performance) or an
adjustment to the first quartile**, whichever is greater. Employees who have completed five (5)
or more years of service as of the effective date of the increase will receive the negotiated increases

(general and performance) or an adjustment to the midpoint, whichever is greater.
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* Similar to non-represented staff and faculty, Local 2324 did not receive any increase in
2020. Consequently, the Union will be given a one-time 2% increase to base salary as of
July 1, 2021, in addition to their contractually bargained annual wage increases for the
remainder of the term of this contract.

** To be eligible for an adjustment to the first quartile or the midpoint, an employee must receive

an evaluation of “meets standards” or higher on their most recent performance appraisal.

B. Performance Increase and Pay Range Adjustments

1. Performance Increases

All bargaining unit employees who have completed the probationary period on or before
the Ist of April preceding the effective date of the increase will be eligible for merit based
performance increases. Only employees who are actively employed on the effective date with an
overall rating of at least “meets standards” will be eligible for performance increases. Any eligible
employee who receives an overall performance rating of at least “meets standards” will receive a
minimum of .5% increase to their base pay. The University will determine the amount of additional
performance based merit during each year of the contract, but such increase will be a minimum of
.5% of the annualized payroll for the overall bargaining unit, based on the last payroll for the month
of April of each year. The determination and/or allocation of performance increases is not subject
to the Grievance and Arbitration procedure of the contract. However, an employee is entitled to
grieve an overall rating of less than meets standards up to the third step of the grievance process,
but the matter cannot be grieved beyond the third step. The University will provide a list of
employees that do not receive a performance increase within one month of the distribution of the
performance increases. The increases will be added to the base hourly rates on the effective dates
listed in Section A. above.

All increases are based on 35 hours per week, 12 months per year work schedules. For all

other schedules, the increases will be pro-rated.

2. Hourly Wage Rate Ranges

The hourly wage rate ranges will be adjusted as follows:

July 5, 2021 2.0%
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July 4, 2022 2.0%
July 3, 2023 2.0%
July 1, 2024 2.0%

The hourly wage rate ranges are listed in Schedule A in the Appendix to the contract.

Hiring Rates and Performance Increases

1. The minimum hiring rate for each job classification shall not be less than the minimum
of the rate range established for the job level assigned to that job classification.

2. Non-probationary employees may be granted performance increases at the sole
discretion of the University. No provisions of this Agreement shall restrict the
University in its right to grant or deny such performance increases, nor shall any
University decision as to this matter be subject to the Agreement’s grievance and
arbitration provisions. The University will notify the Union of performance increases

granted.

Promotional Increases

Employees who are promoted to a higher job level will be entitled to a minimum
promotional increase of 8.5 percent or the minimum rate of the new level, whichever is

greater.

Job Classifications

The University’s determination of a position’s classification, including its position title and
level is final, unless it is shown to be arbitrary or capricious. Nothing in this Article shall
be construed as limiting the right of the University to add new jobs or positions or to change

or discontinue existing jobs or positions.

Paychecks

All bargaining unit members will utilize direct deposit. Paystubs and W-2’s are available
online through the University’s electronic employee self-service system, and will continue

to include sick and vacation accruals.
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ARTICLE 22 - Shift Differential

A night shift is any shift that commences at or after 2:00 p.m. and/or includes three (3) or
more hours of work between 6:00 p.m. and 8:00 a.m.

Employees who are regularly scheduled to work a night shift shall receive one dollar and
sixty cents ($1.60) per hour shift differential for all hours worked on the night shift.

A night shift employee whose shift is moved forward due to earlier closing times will also

be entitled to shift differential pay for all hours actually worked after 2:00 p.m.

ARTICLE 23 - Overtime

Employees shall receive pay at the rate of one-and-one-half (1-1/2) times their regular rate
of pay for time worked in excess of forty (40) hours in any work week.

No employee shall receive overtime pay unless they actually work more than forty (40)
hours in any given work week, except that when an employee does not work on a holiday but is
paid therefore pursuant to Article 31 (Holidays), the hours not worked will be counted as hours
worked in determining whether time worked exceeds forty (40) hours in the work week.

Overtime and holiday premium pay under Article 31 (Holidays) shall not be duplicated or
pyramided.

As a condition of employment, employees are expected to work a reasonable amount of
overtime. During certain peak workload periods at the University, employees must accept overtime
assignments. Determination of peak workload periods rests solely with the University. Except
where it is not feasible to do so, the University will give employees reasonable prior notice of
overtime assignments.

Employees required to work ten (10) hours in any given day will be allowed a half-hour
paid meal period.

If an employee, having been directed to work overtime after the end of their regularly
scheduled shift, timely reports for such assignment but no work is available, the employee will
receive one (1) hour’s pay at one-and-one-half (1-1/2) times their regular straight-time rate unless

the employee is notified by the end of that regularly scheduled shift not to report. If an employee,
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having been directed to work overtime on a day other than their regularly scheduled workdays,
timely reports for such assignment but no work is available, the employee will receive two (2)
hours’ pay at one-and-one-half (I-1/2) times their regular straight-time rate unless the employee is

notified before leaving home for work not to report.

ARTICLE 24 - Hours of Work, Base Pay Computation

The normal work week shall be either 35 hours, 37-1/2 hours, or 40 hours, depending upon
departmental requirements. For the purpose of computing payroll, the work week is defined as
seven (7) consecutive, 24-hour periods, beginning at 12:01 a.m., Monday, and continuing to
midnight the following Sunday. Pay shall be computed on the number of hours actually worked
during the work week. (See Article 23, Overtime.)

The scheduling of meal periods and their duration, which shall be not less than thirty (30)
minutes, shall be at the University’s discretion, but meal periods are unpaid. Meal periods may not
be taken during the first or last hours of a shift or combined with rest periods except with the prior
approval of the supervisor.

The provisions of this Article shall not be construed as a guarantee to any employee of any
specific number of hours of work either per day or per week, or as limiting the right of the

University to fix the number of hours of work (including overtime) either per day or per week.

ARTICLE 25 - Rest Periods

Two (2) scheduled paid rest periods, of fifteen (15) minutes each, shall be allowed during
each normally scheduled workday. Rest-period time is non-cumulative. Rest periods may not be
taken during the first or last hours of a shift or combined with meal periods except with the prior

approval of the supervisor.

ARTICLE 26 - Flexible Work Hours

The University will consider requests from employees to arrange a flexible work schedule.

Although the determination for flexible work schedules rests solely with the University, the
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University agrees that it will honor such requests where work flow and department requirements

can accommodate such arrangements.

ARTICLE 27 - Career Ladders/Job Training

The University agrees to encourage skills development and career planning for employees,

recognizing the obvious benefits derived from the improvement of such skills.

The University will continue to strive to provide training that will meet the needs of
employees and provide employees with resources and tools to help their personal and professional
growth.

The University will continue to post available career opportunities on its HR website at the

following link: https://www.bu.edu/hr/careers/. In addition, the University currently posts various

training opportunities through Terrier eDevelopment, which can be found at

https://www.bu.edu/hr/learningbu/terrier-edevelopment/.

The University will make available to the Union a listing showing all of the job families in
the bargaining unit. Within job families, jobs will be listed in order of grade level.

The University will also make available to all bargaining unit employees applying for a
promotion or transfer, advisory information regarding the promotion and transfer procedures and

the career counseling services available through Human Resources.

ARTICLE 28 - Tuition Remission

Full-time employees who work nine (9) or more months per year are eligible for the
following tuition remission benefits in accordance with the following requirements:
EMPLOYEE:
One hundred (100) percent tuition remission for the first four (4) credit hours of courses
per semester (graduate and undergraduate). Ninety (90) percent tuition remission for
up to four (4) additional credit hours in any one (1) semester. Employees hired on or
after July 1, 1985, must be employed on both the first and last official day of a given

semester (or summer session) in order to be eligible for benefits for that semester.
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Employees hired prior to July 1, 1981, and who are enrolled as of the effective date of
this agreement in an undergraduate degree program are eligible for one hundred (100)
percent tuition remission for up to eight (8) credit hours in any one (1) semester.
SPOUSE:

Fifty (50) percent tuition remission. Employees must complete twelve (12) months of
service to be eligible for this benefit.

DEPENDENT CHILDREN:

Fifty (50) percent tuition remission after employee has completed four (4) months of
service. For employees hired prior to January 1, 1995, one hundred (100) percent
tuition remission after sixteen (16) months of service. For employees hired on or after
January 1, 1995, ninety (90) percent tuition remission after employee has completed
sixteen (16) months of service.

For purposes of this Article, one (I) Summer Term is considered one (1) semester, without
regard to whether the student participated in Summer Session I, Summer Session II, or both, during
a given Summer Term.

The University may refuse to allow an employee who is delinquent in making tuition
payments to continue under the Tuition Remission Program.

The University reserves the right to refuse to allow an employee to attend a class under the
Tuition Remission Program where such attendance would conflict with work schedules. Further,
no employee will receive pay while attending class during scheduled work hours.

Employees may make the required tuition remission co-payment through payroll
deductions; to be paid in full by the end of the semester for which the co-payment is due.

Other limitations and special conditions relating to the University’s Tuition Remission
Program, as set forth in the University’s Application for Tuition Remission, shall also be
applicable under this Article.

The University will consult with the Union on the implementation of any changes to

Section 127 and 117d, or equivalent of the I.R.S. tax code.
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ARTICLE 29 - Sick Leave/MA Paid Family and Medical Leave/Personal Davs

A. Sick Leave

Paid sick leave is available as set forth to employees who are absent from work due to
illness or injury.

Employees may earn sick leave with pay at the rate of one (1) day for each full month of
service, cumulative to a maximum of one hundred (100) days effective July 31, 2007. In addition,
employees are eligible to participate in a sick leave incentive program which is based on annual
sick leave usage. Additional hours of sick leave will be added to each employee’s sick leave
accrual, up to the maximum of one hundred (100) days, on their hire anniversary date based on the
following schedule. For the purposes of this program, sick leave converted to personal days is

counted as sick leave used.

Yearly Additional

Sick Leave Sick Leave

Usage Accrual
None 14 hours
1 day 10 hours
2 days 7 hours
3 days 5 hours
4 days 3 hours
5 days 1 hour
6 or more days None

The above schedule is based on a thirty-five (35) hour work week and a twelve (12) month
work year; for other work weeks and work years the accruals will be prorated. All part-time
employees will accrue sick time on a prorated basis.

Unused sick leave is not reimbursable. Time off for medical or dental treatments, prior
approval of which must be secured, shall be charged to sick leave. Sick leave may be taken in
hours where it is used for medical or dental treatments and where an employee leaves work because

of illness occurring during the workday.
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Consistent with the Massachusetts Sick Leave Law, the University reserves the right to
require doctors’ certificates or objective evidence to verify illness or injury in those cases where:

e the employee uses sick leave covering more than 24 consecutively scheduled work

hours;

e The employee uses sick leave within 2 weeks prior to employee’s final scheduled day

of work before termination of employment, or

e An employee has 4 unforeseeable and undocumented sick leave absences within a 3

month period

The employee can submit any reasonable documentation signed by a health care provider
indicating the need for earned sick time. In the case of domestic violence, documentation may
include a signed written statement from the employee or a counselor, social worker, health worker,
member of the clergy, shelter worker, legal advocate or other professional that attests to the abuse
the employee is experiencing; a copy of a restraining order, or a police record. The nature of the
illness or details of domestic violence cannot be required. Further, use of earned sick leave shall
not result in any negative notation in an employee’s file and/or performance evaluation and shall
not be counted against the employee’s perfect attendance for the purpose of receiving any incentive,
merit or other benefit.

With prior approval of the appropriate Department Head, and upon completion of six (6)
continuous months of employment, an employee may borrow up to six (6) days’ sick leave (but
not in fractional days) in any twelve (12)-month period. An employee who borrows sick leave is
not thereafter eligible to use any sick leave until the loan is repaid. Upon termination of
employment, borrowed sick leave will be deducted from any final paycheck.

Upon completion of five (5) years or more of continuous service, an employee who has
exhausted their sick leave may have sick leave at 50% of their basic week’s pay at the rate of one
(1) week of sick leave for each year of continuous service in excess of five (5) years when, in the
judgment of the University, the employee demonstrates that a medical emergency exists.

This additional sick leave shall not exceed seven (7) weeks and it will be available only

once during an employee’s service at Boston University.
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Years of Service Additional Sick Leave

6 years 1 week of pay @ "> weekly rate

7 years 2 weeks of pay @ "> weekly rate
8 years 3 weeks of pay @ '- weekly rate
9 years 4 weeks of pay @ "2 weekly rate
10 years 5 weeks of pay @ "2 weekly rate
11 years 6 weeks of pay @ "2 weekly rate
12 years and over 7 weeks of pay @ "2 weekly rate

Sick leave may be used for the care of the employee or the employee’s child, spouse,
domestic partner, parent or parent of a spouse, or to attend the employee’s routine medical
appointment or a routine medical appointment for the employee’s child, spouse, domestic partner,
parent or parent of spouse; or to address the psychological, physical or legal effects of domestic
violence.

Employees who incur job-related illness or injury shall promptly file a written report of
such illness or injury with their Supervisor or Department Head. An employee who is injured on
the job and is sent home or to a medical facility shall receive pay at the applicable hourly rate for
the balance of the regular shift on that day. Time lost during statutory waiting periods in which no
Massachusetts Worker’s Compensation weekly disability benefits are permissible may be paid for
from accrued sick leave. Time lost after statutory waiting periods have been satisfied shall be paid
for as provided under the Massachusetts Worker’s Compensation laws. Employees may elect to
use accrued sick leave to supplement Worker’s Compensation weekly disability benefits to the

extent that total compensation received does not exceed their regular pay.

B. Massachusetts Paid Family and Medical Leave

Employees may be eligible for benefits under the Massachusetts Paid Family and Medical
Leave law, and may learn about rights and obligations under the Massachusetts Paid Family and

Medical Leave (PFML) law here: https://www.bu.edu/hr/policies/federal-and-state-

laws/massachusetts-paid-family-and-medical-leave/.

In addition, Employees may reach out to the University’s Human Resources Service Center

with any additional questions related to leave benefits via email at hr@bu.edu or by phone at 617-
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353-2380.
Finally, as required by law, the University agrees to notify the Union in advance with any

amendments to the policy regarding PFML prior to implementation.

C. Personal Days

A total of two (2) accumulated days of sick leave per year may be converted to personal
days. In addition, an employee will be entitled to two (2) personal days per contract year.

An employee who wishes to take a personal day must make a request therefor at least
twenty-four (24) hours in advance, except in cases of emergency. The University reserves the right
to determine when personal days may be taken, but requests for such days will not be denied
unreasonably. No personal days may be taken in increments shorter than one-half (1/2) day.

There is no accumulation of personal days from one year to the next. Personal days must

be taken as paid time off and will not be paid upon termination.

ARTICLE 30 - Call Procedure

Employees who will be absent from work or late for whatever reason shall call in to their
immediate supervisor, or as otherwise instructed by the department, as soon as possible. Under
normal circumstances this will be no later than thirty (30) minutes from the start of the shift.
Employees who work in dormitories should refer to Article 46/Dormitories/D—Call-in
Procedures. Employees who will be absent from work must use available, applicable, accrued time.
The foregoing does not preclude alternative arrangements to make up lost time, with the approval

of the employee’s supervisor.

ARTICLE 31 - Holidays

The following shall be observed as paid holidays subject to the qualifications herein set forth:
— New Year’s Day
— Martin Luther King Jr.’s Birthday
— Presidents’ Day
— Patriots’ Day
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— Memorial Day

— Juneteenth

— Independence Day

— Labor Day

— Indigenous Peoples’ Day

— Veterans’ Day

— Thanksgiving Day

— Day after Thanksgiving

— Christmas Day
An employee shall not receive holiday pay when on an unpaid leave of absence.

To qualify for holiday pay, an employee must work a full day upon the last scheduled
working day preceding the holiday and the first working day following the holiday, unless on
approved absence.

Employees who are required to work on a regularly scheduled University holiday shall be
paid their regular straight-time pay for that day. In addition to that normal day’s pay, they shall
receive time-and-one-half (1-1/2) pay for all hours actually worked on that holiday or, alternatively,
they may elect compensatory time off, calculated at regular straight-time rates, in the amount of
one-and-one-half (I-1/2) hours off for each hour actually worked on that holiday. An employee
who is not scheduled to work on a holiday may either elect to receive their regular pay or,

alternatively, may elect to use a floating holiday within six (6) months.

ARTICLE 32 - Intersession

The period between Christmas Day and New Year’s Day will continue to be observed as
time off with pay whenever a University-wide intersession is declared.

An employee who is required to work during such periods shall be granted compensatory
time off with pay at a time mutually agreed upon by the employee and the supervisor within the

same fiscal year as the intersession.
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ARTICLE 33 - Vacations

An employee who has successfully completed the probationary period will be entitled to

vacation during the term of this Agreement, as follows:

1.

10.

During the first two (2) years of employment, at the rate of five-sixths (5/6) of a
workday for each month of service—i.e., ten (10) days per year.

After two (2) years of employment, at the rate of one-and-one-fourth (1%) of a
workday for each month of service—i.e., fifteen (15) days per year.

After ten (10) years of employment, at the rate of one-and-two-thirds

(1-2/3) of a workday for each month of service—i.e., twenty (20) days per year.

All part-time employees will accrue vacation time on a prorated basis.

Employees hired on or before the fifteenth (15th) of a month shall be credited with a
full month of service as of the end of the month; those hired after the fifteenth (15th)
of the month shall receive no vacation credit for that month.

Vacation accrual shall be credited at the end of each month of employment.

Upon termination, an employee who has successfully completed the probationary
period shall receive payment for all unused vacation time, including a pro rata accrual
of vacation time based on the number of hours worked in the final month of
employment.

An employee must request, in writing, vacation at least two (2) weeks in advance of
taking vacation time. In unusual circumstances, Management may, in its discretion,
shorten or waive the two (2) week request period. The University will respond
promptly. Insofar as practicable, vacations shall be scheduled throughout the year at
the time requested by the employees, and preference shall be given to applications
for allotment of vacation time in accordance with relative seniority of applicants. The
University, however, is exclusively vested with the right to make the ultimate
determination as to when vacations will be scheduled and taken.

Vacation may accrue only to the maximum earned in a two (2) year period of
employment and must be used during that period or be forfeited.

Up to ten (10) employees in the bargaining unit per year may be provided with one

week of vacation pay in lieu of one week of vacation time off, when, in the judgment
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of the University, the employee(s) demonstrates that a financial hardship or
emergency exists. This matter will not be subject to the grievance and arbitration

provisions of the Agreement.

ARTICLE 34 - Health Plan

The University will provide the same health plan options to all eligible members of the
bargaining unit with the same plan design (network, benefits, deductibles, etc.) as are offered to the
University’s faculty and non-represented staff, subject to the University’s right to amend the plan
so long as such amendments are applied equally to the members of the bargaining unit and to the
University’s faculty and non-represented staff.

Election of such a plan must be made upon initial employment or at such a time as open
enrollment is made available by the University. Employees are eligible to participate in the Boston
University Dental Health Plan. The eligibility, benefits and contributions for both the University

and the employee are outlined in the summary plan description.

ARTICLE 35 - Insurance Coverages

The Bargaining unit employees are eligible to participate in the following plans: Group
Life Insurance, Long Term Disability, and Personal and Family Accident Insurance Plan.
Employee eligibility and benefit levels are based on the provision outlined in the summary plan

descriptions available from the Human Resources Services Center.

ARTICLE 36 - Retirement Plans

The employees in the bargaining unit are eligible to participate in the Boston University
Retirement Plan. Employee eligibility and benefit levels are based on the provisions outlined in
the summary plan description of the Boston University Retirement Plan. Regularly scheduled shift
differentials will be included in the calculation of compensation and benefits for all employees.

Retirement contributions for bargaining unit employees will be transmitted weekly.
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A.

ARTICLE 37 - Leaves of Absence

Personal Leave

A bargaining unit employee who has completed twelve (12) months of service may
request an unpaid leave of absence for up to six (6) months, except that an employee
who has successfully completed the probationary period may request such an unpaid
leave of absence in the case of medical disability. The leave may be granted by the
Department Head or Dean with the approval of the appropriate Vice President or
Provost. Any request for leave shall not be unreasonably denied. The following must
be adhered to:

Requests for leave of absence must be submitted to the employee’s Department Head
and Human Resources in writing at least one (1) month in advance (except in the case
of illness or emergency). Such requests must include the reason for the leave and the
dates of departure and return. The University shall respond in writing to all requests
for leave within two (2) weeks of the receipt of such requests. In the case of a denial,
specific reasons shall be included.

During an approved unpaid leave of up to and including sixty (60) days, an employee
will continue to accrue seniority. If an approved leave exceeds sixty (60) days, an
employee will maintain the seniority accrued through the sixtieth (60th) day.

Time spent on unpaid leave of absence will not be considered toward the accrual of
sick or vacation time.

Any employee on an approved unpaid leave of absence may make arrangements
through Human Resources to continue participation in University insurance benefit
plans provided the employee pays all (100%) premiums when they are due, provided,
however, that an employee who normally works at least twenty-six-and-one-quarter
(26-1/4) hours per week and nine (9) months per year need only pay their normal
share of the health insurance premiums when they are due.

An employee may elect to use any remaining vacation time or personal days during
the period of their personal leave. However, an employee must use any remaining
vacation time or personal days for non-FMLA qualifying events before an unpaid

leave of absence will be granted.
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The University reserves the right to require an employee on an unpaid personal leave
for medical disability to furnish a doctor’s certificate concerning suitability for work
and the University also reserves the right to require an employee to submit to a
medical examination by a University-appointed doctor to determine the employee’s
suitability for work.

An employee failing to return to work from an unpaid leave of absence upon its
expiration will be deemed to have quit without notice. If there were extenuating
circumstances beyond the control of the employee, and the employee notified the

University prior to the expiration of the leave, the University may extend the leave.

B. Parental Leave

An employee may take an unpaid parental leave for up to six (6) months, extendible by

mutual agreement.

1.

An employee must submit a written notification of a parental leave to the employee’s
Department Head and Human Resources specifying the anticipated dates of departure
and return at least one (1) month in advance of the anticipated date of departure
(except in the case of illness or emergency). The University will acknowledge receipt
of such notification in writing within two (2) weeks.

During a parental leave of up to and including sixty (60) days, an employee will
continue to accrue seniority. If a parental leave exceeds sixty (60) days, an employee
will maintain the seniority accrued through the sixtieth (60th) day.

Time spent on unpaid parental leave shall not be considered toward accrual of
vacation or sick leave time.

While on unpaid parental leave, an employee may make arrangements through
Human Resources to continue participation in University insurance benefit plans
provided the employee pays all (100%) premiums when they are due, provided,
however, that an employee who normally works at least twenty-six-and-one-quarter
(26-1/4) hours per week and nine (9) months per year need only pay their normal share
of the health insurance premiums when they are due.

An employee may elect to use any remaining vacation time or personal days during

the period of the employee’s parental leave. An employee may further elect to use
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any remaining sick leave time during the period of parental leave in which they are
disabled due to pregnancy or childbirth.

An employee failing to return from a parental leave upon its expiration will be
deemed to have quit without notice. If there were extenuating circumstances beyond
the control of the employee, and the employee notified the University prior to the
expiration of the leave, the University may extend the leave.

The University will provide the same parental leave benefits as are provided pursuant
to Article 37 B. to non-biological parents and/or biological fathers with the exception
of additional time made available to an employee disabled due to pregnancy or

childbirth.

C. Military Leave

An employee who is drafted, or who enlists in the United States Armed Forces, or who is

called to active duty by the National Guard or other organized Federal or State reserve unit, will

be granted such rights as required by law.

Employees who must fulfill an annual military training obligation as a member of the

United States Armed Forces (including National or State Guard) are entitled to their regular salary

less the amount paid to them by the military while on active duty for a period not to exceed two

(2) weeks. The following must be adhered to:

1.

Employees called for such military training must present official orders to their
supervisor two (2) weeks in advance in order to be granted an approved leave of
absence.

Upon return to work, employees must present to the Payroll Section evidence of
military pay received, so that appropriate compensation can be computed and any
appropriate deductions made.

If an employee’s annual military training extends beyond two (2) weeks in a calendar
year, the additional time must be taken either as vacation or unpaid leave.

Vacation and sick time credit will accrue while on military leave only during the first

thirty (30) days of such leave.

D. Jury Duty
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Employees who must serve compulsory jury duty in an established Federal or State court
will be granted an approved leave. Requests for such leave must be in writing, and be presented to
the immediate supervisor accompanied by official notice from the court. For the period of jury
duty, employees are entitled to the difference between their regular weekly pay and the amount
paid to them by the court for jury duty. Immediately upon return to work, employees must submit
a pay statement from the Clerk of Court to the Payroll Section through the immediate supervisor,

so that appropriate compensation may be computed and any appropriate deductions made.

E. Benefits during Leaves

An employee on an approved leave with pay shall retain all benefits, but must make benefit
contributions as normal. An employee on an approved leave without pay may continue
participation in University insurance benefit plans provided the employee makes arrangements
through Human Resources and that the employee pays all (100%) premiums when they are due,
provided, however, that an employee who normally works at least twenty-six-and-one-quarter (26-
1/4) hours per week and nine (9) months per year need only pay their normal share of the health

insurance premiums when they are due.

F. Sympathy Leave

In the event of death in the immediate family of an employee, absence from work with pay

shall be granted for a period not to exceed three (3) days. The following must be adhered to:

1.  The employee must notify their immediate supervisor of the death in the family.

2. Immediate family includes only the employee’s spouse, parents, parents-in-law,
grandparents, children, grandchildren, brothers, sisters, spouse of brothers and sisters,
or members of the same household.

3. If, because of exceptional circumstances including travel considerations, an
employee requires sympathy leave of more than three (3) days, such employee may
request of their supervisor additional reasonable time off as follows:

a. Time off to be charged as vacation time, contingent on the amount of vacation
the employee has accumulated to date in accordance with Article 33, or charged
to sick leave up to a maximum of three (3) days;

b. Time off as leave of absence without pay.
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4,

Sympathy leave in the case of the death of a close friend may be requested and

granted as in Section 3 above.

Family and Medical Leave Act

Bargaining unit members are entitled to leave under the Family and Medical Leave Act.

Union Leave of Absence for Officers.

1.

An employee elected to serve as President, Vice President, Financial Secretary/
Treasurer, Recording Secretary, Trustee, Guide, or Sargent at Arms of Local 2324,
U.A.W. may request a leave of absence under this Section.

Up to two members of Local 2324, U.A.W. may be approved for leave under this
Section at any given time.

The leave of absence will be unpaid and will be approved for the duration of their
term. The leave will be renewed upon re-election once written notification has been
submitted to the University.

An employee who is approved for leave under this Section relinquishes any rights to
their former position and acknowledges that the University may post the position.
Prior to the expiration of the leave of absence under this Section, an employee may
apply as an internal candidate for vacant positions for which they are qualified.

An employee on an approved Union leave of absence who does not secure a position
at Boston University within ninety (90) days following the expiration of their leave
of absence will be considered to have voluntarily resigned from Boston University.

Leave under this Section shall also be subject to Article 37A 3, 4, and 5.

ARTICLE 38 - MBTA Pass Program

The University will make available to all employees the MBTA Pass Program in effect.

ARTICLE 39 - University Facilities

Employees will be entitled to use University facilities, Case Center, Children’s Center, and
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parking accommodations at prevailing rates and in compliance with the prevailing rules and

regulations.

ARTICLE 40 - Technological Change

The University shall notify the Union at the earliest possible date, but no later than two (2)
months in advance, of any introduction of automation or equipment that will result in a reduction
or displacement of bargaining unit employees or substantial changes in an employee’s job.
Notification will include the following information approximated as of the time of notification:

1) nature of the change;

2) names, departments and position titles of affected employees;

3) staffing and job content consequences of the change;

4)  date of the change;

5) reasons for the change.

In the case of layoff or displacement of employees due to technological change, the
University will endeavor to provide on-the-job or a paid training program of limited duration for
the affected employees to learn to use the new equipment or skills for an alternate job within the
bargaining unit. The University shall consult with the Union as to the terms and duration of the
training program.

In the event that the employee fails to complete the training program satisfactorily, the

layoff provisions of this Agreement shall apply.

ARTICLE 41 - Contracting Out

All work customarily performed by Boston University with its own employees shall be
continued to be so performed unless in the judgment of the University it can be done more

economically and/or expeditiously by employees of another employer or otherwise.
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ARTICLE 42 - Job Elimination

It is the University’s policy that job eliminations will be accomplished through attrition
whenever practicable. The University will continue to provide special job placement assistance to
employees whose positions have been designated for elimination including its interviewing skills
workshops and resume preparation assistance. In the event that the University, in its sole
discretion, determines that a job is no longer necessary, such job may be eliminated by the
University. The employee in such eliminated job will be laid off in accordance with the Layoff
procedure of this Agreement.

If a bargaining-unit job is reduced in hours below twenty-six-and-one-quarter (26-1/4)
hours per week, such job will remain in the bargaining unit.

Except for jobs which by their terms have a limited duration, the University will notify the
Union as soon as practicable regarding the University’s decision to eliminate jobs and the
University will also provide the Union with a list of any employee being laid off.

If a bargaining unit job is reduced in duration (less than twelve (12) months per year) or
reduced in hours per week (less than twenty-six and one-quarter (26-1/4) hours per week) the
incumbent in such position may choose among the following: (a) the right to remain in the same
position; (b) the right to be offered a bargaining unit job of comparable level and salary, within
sixty (60) days of the date of the reduction in duration, if there is a vacancy in such a position and
the employee is qualified therefore, or (c) severance with severance pay. By electing either (b) or
(c) the employee relinquishes all rights to their former position. However, if the incumbent chooses
(b) and has not been offered a position within the sixty (60) day period, they may continue to apply
for other bargaining unit positions and will be considered as an internal applicant for the twelve
(12) month period following the effective date of the reduction in the hours per week or the months
per year. Such a selection must be made no later than the effective date of the reduction in duration

of months or the reduction in hours per week of the position.

ARTICLE 43 - Lavoff and Recall

In the event the University should determine that a layoff is necessary, employees may be

laid off in a job classification or department or University-wide, exclusive of level, classification
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or seniority. The University will notify the affected employees as soon as practicable after the
decision to layoff is made.

The University will consider the following factors in effecting a layoft: skill, ability,
qualifications, experience, performance and seniority. The determination of these matters shall
be within the University’s sole discretion. An employee who is designated for layoff may choose
among (a) layoff; (b) the right to be offered a bargaining unit job of comparable level and salary,
within sixty (60) days of the date of layoff, if there is a vacancy in such a position and the
employee is qualified therefore; and (c) severance with severance pay. An employee will be
eligible to select (b) the right to be offered another unit job of comparable level and salary if they
received a score of "meets standards" or higher on their most recent performance appraisal. Such
an election must be made not later than the last working day of the employee’s layoff notice
period. If no election is made, the employee will be presumed to have elected (a), layoff. These
three choices are mutually exclusive, except as specifically provided otherwise, below.

The election of (a), layoff, means that the employee opts for the right to be recalled to the
same job from which they were laid off, if and when such job is reestablished within twelve (12)
months of the date of layoff. The election of (c), severance with severance pay, means that the
employee opts for final separation from University employment and the receipt of severance pay
at the date of layoft, assuming the employee is otherwise eligible for severance pay.

Any employee who elects the right to be offered another unit job of comparable level and
salary must accept any University offer of any such unit job for which the employee applied prior
to layoff or forfeit any severance pay and right to other job offers by the University. Any employee
who does not accept such a job offer will be considered to have voluntarily terminated their
employment.

Any employee who elected the right to be offered another unit job of comparable level and
salary and who has received no such job offer prior to actual layoff, may elect severance with
severance pay at date of layoff in lieu of the right to other job offers by the University. Any
employee designated for layoff who elects Option B, the right to be offered a bargaining unit job
of comparable level and salary, will be eligible to attend any of the skills training programs offered
by Human Resources.

Any employee who has retained the right to be offered another unit job of comparable level

and salary during the 60-day period following actual layoff, must accept any University offer of
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any such unit job, irrespective of whether or not the employee had applied for such job, or forfeit
their right to other job offers by the University. Any employee who does not accept such a job
offer will be considered to have voluntarily terminated their employment and as such will not be
entitled to severance pay.

Any employee who has retained the right to be offered another unit job of comparable level
and salary during the 60-day period following actual layoff, and to whom the University has not
made such job offer during this 60-day period, may elect severance with severance pay at the end
of this 60-day period, or may continue on layoff with the right to be recalled to their former job
should that job be reestablished within twelve (12) months of date of layoff. Any employee who
chooses at this point, to continue on lay-off with the right to be recalled to their former job may
also apply for other bargaining unit positions and will be considered as an internal applicant.

Any employee who has been laid off may, during the 12-month period following the date
of layoff, elect severance with severance pay in lieu of their right to be recalled to the same job

from which they were laid off should that job be reestablished during that 12-month period.

ARTICLE 44 - Severance Pay

A severance allowance equal to one (1) week’s pay for each full year of service, or prorated
for a fractional year of service, shall be paid to persons who:

(a) are involuntarily laid off and opt to sever themselves from employment;

(b) are on layoff for longer than twelve (12) months;

(c) volunteer for layoff and accept severance rather than being placed on the recall list.

ARTICLE 45 - Non-Disclosure of University Information

Any employee who transmits, reproduces, or in any manner conveys confidential
information pertaining to the University or its employees to an outside individual or source without
proper authorization from the University may be discharged or otherwise issued corrective action.

As the Union recognizes the importance of this provision, it shall cooperate with the

University in reporting any such violations and will offer all assistance in such matters.
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ARTICLE 46 - Dormitories

This Article applies only to employees who work in dormitories.

A. Summer and Inter-Semester Breaks

Employees working in dormitories shall be notified at the earliest possible date, but no later
than thirty (30) days prior to the end of the Spring Semester, as to whether they will be offered
work in a dormitory during the summer months, provided that the thirty (30) day requirement shall
not apply if and when more work becomes available.

Full and part-time Sr. Security Assistants in Residential Safety who are represented by the
bargaining unit and who are working in dormitories during the regular academic year shall be first
offered any available work hours in dormitories.

Employees placed on no pay status during the summer months shall be entitled to full
educational benefits as outlined in the Tuition Remission provisions of this Agreement.

Full- and part-time bargaining unit employees working in dormitories during the regular
academic year shall be first offered any available work hours in dormitories. Employees not
offered work in dormitories during the summer months or Inter-Semester breaks shall be given
preference to fill temporary vacancies elsewhere in the bargaining unit at the rate of pay for such
vacancy.

B. Dormitory Committee

The University agrees to continue an advisory committee, composed of four (4)
representatives from the Union and four (4) representatives from the University, to facilitate
resolution of issues relevant to bargaining unit employees working in dormitories. The failure of
the University to act on the recommendations of this committee shall not be subject to the
grievance procedures of this agreement.

C. Work Clothes

The University shall provide new uniforms to employees regularly assigned to the position
of Mail Assistant, Sr. and Security Assistant, Sr. as soon as practicable after the signing of this
Agreement. The number of sets and the type of uniforms to be provided, as well as the frequency
of and circumstances for replacement of such uniforms will be determined by the University after
consultation with the employee members of the Dormitory Committee. Uniforms will be provided

at no cost to the employee. University-provided uniforms will remain the property of the
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University and must be returned upon termination of employment or when old uniforms are
replaced by the University. Employees will be responsible for cleaning and care of uniforms.

D. Call-in procedures:

Employees who will be absent from work or late for whatever reason shall call in to their
immediate supervisor as soon as possible. Under normal circumstances this will be at least two (2)

hours prior to the beginning of the assigned shift.

ARTICLE 47 - University Closing

The Union will receive a list of those designated as Essential personnel regarding
University Emergency Closings and no position will be added to the list without advance notice to
the Union and employees holding those positions. Shifts beginning on or before midnight the
calendar day following the University Closing, shall be entitled to premium pay until the
completion of the shift. In no case shall an employee be entitled to receive both overtime and
compensatory time during a University closing.

In the event that conditions warrant the closing of the University or shortening of the
workday, the decision of the designated University official will be conveyed to all schools and
departments by Human Resources in accordance with the procedure below:

1.  During the day, the decision to shorten the work schedule will normally be made by

3:00 p.m. Non-essential evening work will also be canceled at the time notice is given
to shorten the work schedule. When the University is to close early, Human
Resources will notify the following offices in order for them to pass the information
on to their respective employees: All Vice Presidents, Deans, Directors, and the Head
of the Office of Facilities Management and Planning. The University telephone
switchboard will also be notified for informational purposes.

2. The decision to cancel work scheduled in the morning will be made by 6:00 a.m. If
work is canceled, the designated University official will notify major television and
radio stations; the University telephone switchboard; and the Head of the Office of
Facilities Management and Planning. Employees shall receive their regular rates of pay
for time missed due to University weather closing. Employees shall receive their

regular rates of pay for time missed due to University closing caused by other
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exigencies until they are designated for layoff. Employees required to work during
University closings will normally receive compensatory time off with pay equal to one-
and-one-half (1-1/2) times the actual hours worked. However, at Management’s
discretion, employees may receive pay equal to one-and-one-half times the base rate
for hours actually worked during such closing, in lieu of compensatory time off, but
such pay, when made, will not be pyramided or duplicated with any other premium or
overtime pay. Employees who are working the 12am—8am shift shall be entitled to
premium pay starting at 6am when a University closing is announced.

3. Itis expected that during winter months, employees will allow themselves extra time
to arrive at work on schedule. Under unusually difficult weather circumstances,
however, a grace period, not to exceed the first two (2) hours of an employee’s
workday, may be allowed following the beginning of the workday.

4.  Employees who are assigned to work on the first and third shifts will be notified on
their next regularly scheduled work day if an emergency closing has been declared.

5. University closing provides an authorized paid absence from work to those non-
essential employees who were scheduled to report to work that day. Therefore, an
employee who is on approved vacation leave when a University closing is declared

is not eligible for the University closing day(s).

ARTICLE 48 - Child Care

The University will establish a child care resource and referral service either within the
University or through an outside provider. The University will consult with the Union on the

development of additional child care services.

ARTICLE 49 - Terrier Card

Not more than once in any three (3) year period, each bargaining unit member is entitled
to one free replacement of their Terrier Card for a legitimate reason; such as, but not limited to, a
lost or damaged card. No fee shall be imposed on any employee requiring a replacement due to

gender reassignment.
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ARTICLE 50 - Separability of Provisions

If any term, provision or condition of this Agreement is held by a court of competent
jurisdiction to be unlawful, illegal or in violation of law, the parties will confer in an effort to agree
upon suitable substitution. It is agreed that the invalidation through operation of law of any

provision of this Agreement shall not affect any of the other provisions.

ARTICLE 51 - Ratification of Agreement

This Agreement shall not be operative unless and until it is ratified by the Trustees of

Boston University.

ARTICLE 52 - Workplace Conduct

The University and Union agree that mutual respect and professional interpersonal
interactions are essential components of a healthy and productive workplace. Behaviors that
contribute to a hostile, humiliating or degrading work environment, including, but not limited to:
profane or abusive language directed at others, efforts at humiliating others or targeted practical
jokes will not be tolerated.

The Union and University pledge that they will collaborate to prevent such activities in the
workplace; and both parties will strive diligently to identify situations where such inappropriate

conduct is evident.

ARTICLE 53 - Duration of Agreement

This Agreement shall become effective as of July 5, 2021, and shall remain in effect from
that date to and including June 30, 2024.

The University and the U.A.W., L. 2324 Bargaining Teams will meet no later than two
months prior to the expiration of the Agreement to set any parameters including, but not limited

to, a schedule of bargaining dates.
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IN WITNESS WHEREOF, the parties hereto set their hand and seals, by their duly
authorized officers or agents, on July 27, 2021.

Local 2324, U.A.W. Trustees of Boston University

»éérg}w j"/’ﬁfﬁ %/&g m
By: By: A
George Boag, President Gary Nicksa, Senior Vice President, Operations
By: Andase. Hanlud By: ¢ ( 0
Andrea Goodrich, Intl. Servicing Rep. Amanda Bailey, Vice President, Human Resources
by I sy 1A A BHibgess
Zachary Bos, Administrative Coordinator Juditra Burgess, Director, Labor Relations

Ja y ,
By: .+ A f By: /Aemaae A. /QW
[Z4

David Braverman, Research Interviewer Thomas Pagliarulo, Esq., Labor Relations Specialist

Anctreco- W /édib ?f—‘m han
By: & By: ‘é @ ;
Andrew Engel, Fiscal Coordinator Ruth Hartman, Labor Relations Representative
By: OV’* (-~ By: Wzrea 5&1«5@—/0@&?

Catherine Kupa, Senior Accounts Administrator Maria Borba-Perez, Human Resources Business

Partner

By: JRSUS Maclean By:_ YWA Yo

Jesus MacLean, Library Technician III Michael Insetta, Associate Director, Housing
By:W/W BerfLM—W Wi KA, .
Richard Larkin, Library Technician IV Nishmin Kashyup, Executive Director, Housing

By: /yﬂ;

Mike Toda, Senior Broadcast Recording Tec.
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APPENDIX: Schedule A - Hourly Wage Rate Ranges

7/6/2020
Grade Min Ql Mid Max
21 $16.56 $18.08 $19.60 $22.63
22 $17.44 $19.05 $20.65 $23.85
23 $18.22 $19.93 $21.64 $25.06
24 $19.32 $20.98 $22.63 $25.95
25 $19.98 $21.78 $23.57 $27.16
26 $21.86 $23.90 $25.95 $30.03
7/5/2021
Grade Min Q1 Mid Max
21 $16.89 $18.44 $19.99 $23.09
22 $17.79 $19.43 $21.06 $24.33
23 $18.58 $20.33 $22.07 $25.56
24 $19.71 $21.40 $23.09 $26.46
25 $20.38 $22.21 $24.04 $27.70
26 $22.30 $24.38 $26.46 $30.63
7/4/2022
Grade Min Ql Mid Max
21 $17.23 $18.81 $20.39 $23.55
22 $18.15 $19.82 $21.48 $24.82
23 $18.95 $20.74 $22.51 $26.07
24 $20.10 $21.83 $23.55 $26.99
25 $20.79 $22.65 $24.52 $28.25
26 $22.75 $24.87 $26.99 $31.24
7/3/2023
Grade Min Q1 Mid Max
21 $17.57 $19.19 $20.80 $24.02
22 $18.51 $20.22 $21.91 $25.32
23 $19.33 $21.15 $22.96 $26.59
24 $20.50 $22.27 $24.02 $27.53
25 $21.21 $23.10 $25.01 $28.82
26 $23.21 $25.37 $27.53 $31.86
7/1/2024
Grade Min Ql Mid Max
21 $17.92 $19.57 $21.22 $24.50
22 $18.88 $20.62 $22.35 $25.83
23 $19.72 $21.57 $23.42 $27.12
24 $20.91 $22.72 $24.50 $28.08
25 $21.63 $23.56 $25.51 $29.40
26 $23.67 $25.88 $28.08 $32.50
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